












Abstract:	 Organizational	 citizenship	 behavior	 (OCB)	 manifested	 from	 employees’	
positive-social	behaviors	that	have	been	getting	popular	and	beneficial	to	individuals	and	
organizations,	 especially	 in	 the	 context	 of	 nurses	 in	 hospitals	 who	 are	 likely	 to	 works	
beyond	the	call	of	duties.	The	current	study	attempts	to	measure	the	mediation	effects	of	
organizational	 learning	culture	 (OLC)	and	organizational	 justice	 (OJ)	 in	 the	 influence	of	
transformational	 leadership	 (TFL)	 toward	 OCB	 among	 nurses.	 The	 current	 study	 uses	
questionnaires	distributed	 to	nurses	 in	 the	public	hospital,	Tuban,	 Indonesia.	A	 total	of	
205	 out	 of	 208	 responses	 were	 collected.	 Then,	 partial	 least	 squares	 (PLS)	 were	
employed	 to	 examine	 the	proposed	hypothesis.	 The	 results	 reveal	 that	OLC	 and	OJ	 are	
significant	 predictors	 to	 promote	 OCB.	 Surprisingly,	 TFL	 does	 not	 show	 a	 significant	
implication	on	OCB.	In	addition,	the	findings	of	the	current	research	prove	that	both	OLC	
and	 OJ	 completely	 mediate	 the	 relationship	 between	 TFL	 and	 OCB.	 This	 study	 also	
proposes	 that	 managers	 have	 to	 encourage	 learning	 and	 create	 a	 fair	 environment	 in	
fostering	employees	to	exhibit	OCB	frequently.	
	







of	 plentiful	 scholars	 in	 discipline	 of	 human	 resources	 setting	 and	 organizational	
behavior	 since	 OCB	 is	 considered	 a	 positive	 prosocial	 behavior	 that	 increases	
organizational	 effectiveness	 (Aldag	and	Reschke,	1997).	This	behavior	 involves	a	
variety	 of	 positive	 employee	 behaviors,	 including	 volunteering	 in	 the	 formidable	
tasks,	 cooperating	 and	 helping	with	 co-workers,	 complying	with	 the	 regulations	
and	procedures,	and	being	professional	despite	the	unpleasant	situation	(Agarwal,	
2016).	OCB	 is	 related	 to	discretionary	behaviors	 that	 are	not	 related	 to	 formally	
reward	program	of	organization	and	in	the	aggregate,	contribute	to	the	function	of	
the	organization	effectively	(Organ,	1988).		
According	 to	Markoczy	and	Xin	 (2004),	good	citizens	are	 those	who	have	a	
tendency	to	exhibit	OCB	in	their	work	environment	and	support	the	organization	
to	 survive	 and	 continues	 to	 grow.	Various	 studies	 show	 that	OCB	has	 significant	
improvement	on	performance	both	individual	and	organization	(Sani	et	al.,	2018;	
Basu	et	al.,	2017).	OCB,	through	indicators	of	awareness,	civil	virtue,	tolerance	and	
altruism	 create	 a	 positive	 contribution	 to	 organizational	 commitment	 (Hakim	 &	
Fernandes,	 2017;	 Núñez	 et	 al.,	 2020)	 and	 employee	 job	 satisfaction	 (Robbins	 &	
Nanang	et	al..,	Transformational	Leadership	and	Organizational....	67	
  
Judge,	 2017)	 which	 ultimately	 contribute	 in	 achieving	 the	 organization’s	 goals	
effectively	(Podsakoff	et	al.,	2009).	
Thus,	 it	 is	 essential	 to	 identify	 what	 factors	 increase	 the	 frequency	 of	
employees	 performing	OCB.	 Chiaburu	 et	 al.	 (2011)	 have	 investigated	 the	 role	 of	






transformational	 leadership	 (TFL)	 is	 strongly	 associated	 with	 high-intensity	
behavior	beyond	predetermined	roles	(Rodrigues	&	Ferreira,	2015;	Supriyanto	et	
al.,	2020),	since	it	builds	extraordinary	changes	in	employees	and	encourages	them	
to	 put	 more	 interest	 on	 the	 organization	 rather	 than	 individuals	 (Bass	 &	 Bass,	
2008;	Idris	et	al.,	2020).	Mackenzie	et	al.	(2001)	show	evidence	that	TFL	behavior	
creates	mutual	help	behavior,	sportsmanship,	civic	virtue	among	employees.	
Basically,	 OCB	 can	 be	 applied	 in	 various	 organization	 sectors,	 such	 as	
hospitals	as	human	resource-intensive	and	non-profit	oriented	organization.	This	
study	 concerns	 on	 nurses	 in	 the	 public	 sector	 hospital	 in	 Tuban,	 Indonesia.	 The	
selection	 of	 the	 object	 of	 this	 study	was	 based	 on	 several	 phenomena	 related	 to	
extra-role	 behavior,	 which	 we	 obtained	 from	 the	 performance	 report	 of	
government	 agencies	 for	 public	 sector	 hospital	 Tuban.	 First,	 employees	 at	 the	
hospital,	especially	nurses,	tend	to	get	overloaded	jobs	and	sometimes	experience	
work	imbalance,	due	to	the	characteristics	of	continuous	nurse	work	which	has	to	
work	 beyond	 the	 predetermined	 hours	 and	 job	 descriptions.	 Secondly,	 based	 on	
the	performance	report	of	government	agencies	(LKjIP)	in	2019,	the	results	of	the	




services.	 It	 illustrates	 that	 the	hospital	 is	cannot	 fully	provide	excellent	customer	
services	 (LKjIP,	 2019).	 It	 is	 essential,	 in	 this	 context	 of	 the	 study,	 to	 investigate	
what	 factors	 can	 boost	 employees	 to	 show	 positive	 social	 behavior	 that	 goes	




leadership,	commitment	 to	organization	and	satisfied	 in	 job	as	predictors	of	OCB	
(Nguni	et	al.,	2006;	Han	et	al.,	2016).	Organizational	learning	culture	(OLC)	(Islam	
et	 al.,	 2016),	 and	 organizational	 justice	 (OJ)	 (Obedgiu	 et	 al.,	 2020)	 are	 rarely	
discussed	 as	 antecedents	 of	 OCB.	 OLC	 refers	 to	 learning	 organization	 from	 a	
cultural	 perspective	 that	 is	 characterized	 by	 systemic	 learning	 process	 from	
gaining	 to	 generating	 new	 knowledge	 and	 transforming	 individual	 behaviors	 to	
improve	 their	 capacities	 which	 are	 running	 continuously	 (Islam	 et	 al.,	 2016).	
Marsick	and	Watkins	(2003)	state	that	a	learning	culture	occurs	both	formally	and	
informally	 involving	 seven	 aspects:	 continuous	 learning,	 inquiry	 and	 dialogue,	
empowerment,	 team	 learning,	 system	 connections,	 embedded	 systems,	 and	
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strategic	 leadership.	 TFL	 covers	 employees’	 needs	 in	 learning	 and	 encourages	





with	 how	 employees	 feel	 that	 leaders	 and	 decision-makers	 treat	 them	 fairly	 at	
work	 (Robbins	 &	 Judge,	 2017).	 Previous	 studies	 have	 shown	 that	 OJ	 creates	
positive	perceptions	of	workers	 that	 leaders	honor	 them,	and	 thus	 it	 encourages	
workers	 to	 perform	 extra-role	 behaviors	 (Tziner	 &	 Sharoni,	 2014;	 Chen	 &	 Jin,	
2014).	
In	 addition,	 no	 previous	 research	 has	 attempted	 to	 explore	 OLC	 and	 OJ	 as	
mediations	 between	 TFL	 and	 OCB.	 Furthermore,	 several	 previous	 studies	 have	
shown	 that	OJ	mediates	 the	 relationship	between	 leadership	 style	 and	employee	
OCB.	For	instance,	Tran	and	Choi	(2019)	investigated	the	role	of	OJ	as	a	mediator	of	
the	 influence	of	servant	 leadership	on	employees’	citizenship	behavior.	However,	
the	 study	 was	 not	 correlated	 to	 the	 role	 of	 TFL	 as	 a	 predictor	 toward	 OCB.	
Moreover,	 a	 previous	 study	 also	 found	 that	 organizational	 learning	 acted	 as	 a	
mediator	 between	 TFL	 and	 employees’	 OCB	 (Kim	 &	 Park,	 2019).	 However,	 the	
study	 did	 not	 include	 cultural	 elements	 in	 organizational	 learning.	 Therefore,	
responding	 to	gaps	 in	 the	 research,	we	construct	 seven	proposed	hypotheses:	1)	
TFL	 influences	 OCB	 significantly;	 2)	 TFL	 influences	 OLC	 significantly;	 3)	 TFL	








This	 study	 is	 categorized	 in	explanatory	 research.	 Initial	 contact	with	 the	human	
resource	 manager	 was	 carried	 out	 by	 sending	 an	 email	 to	 clarify	 the	 study's	
objective	as	well	as	the	research	permit.	Once	approved,	we	met	directly	with	the	
nursing	 manager	 to	 discuss	 the	 technicalities	 of	 the	 research	 conducted.	 With	
regard	to	the	research	objectives,	this	overall	used	a	survey	method.	In	the	survey	
method,	 we	 used	 a	 questionnaire	 as	 the	 primary	 tool	 to	 gather	 data	 from	




nurses	 and	 there	 were	 two	 non-returned	 questionnaires	 and	 two	 incomplete	
questionnaires.	 Then,	 online	 distribution	 was	 conducted	 by	 sending	 the	 online	
survey	 link	 to	 the	 nursing	 field	 manager,	 which	 was	 forwarded	 to	 prospective	
respondents	on	behalf	of	 the	 researcher,	 and	157	 responses	were	obtained	after	
eliminating	 five	 incomplete	responses	so	 that	 the	 total	number	of	questionnaires	








Overall,	 the	measurement	 of	 the	 research	 instrument	 utilized	 a	 five-point	 Likert	
scale	 from	 strongly	 disagree	 (1)	 to	 strongly	 agree	 (5).	 TFL	was	measured	 using	
four	 items	adopted	from	(Podsakoff	et	al.,	1990).	One	example	 item	includes	“My	
supervisor	 encourages	 me	 to	 solve	 problems	 from	 a	 new	 perspective”.	 OLC	 is	
measured	 by	 seven	 items	 adapted	 from	 the	 dimension	 of	 learning	 organization	
questionnaires	 (DLOQ)	developed	by	 (Marsick	and	Watkins,	2003).	One	example	
item	 is	 “In	 my	 organization,	 employees	 give	 open	 and	 honest	 feedback	 to	 each	
other".	Furthermore,	to	measure	OJ,	two	items	were	adapted	from	(Paterson	et	al.,	






Structural	 equation	 model	 (SEM)	 based	 on	 partial	 least	 squares	 (PLS)	 was	
employed	 to	 estimate	 the	 relationship	 in	 the	observed	 concept	 and	 calculate	 the	
measurement	value	of	indicators	and	estimate	large	and	complex	models	(Ghozali,	
2014).	 The	 research	 hypothesis	 testing	 was	 carried	 out	 after	 confirming	 the	
convergent	validity	and	discriminant	validity	(measurement	model)	on	each	of	the	
indicators	of	the	four	constructs.	To	evaluate	the	feasibility	of	the	model,	this	study	
used	 the	 goodness-of-fit	model	 by	 identifyinh	 the	 value	 of	 R-Square	 (R2)	 and	Q-
Square	predictive	relevance	(Q2)	to	assess	how	well	the	observed	score	generated	
by	the	model	and	parameters	estimated	(Ghozali,	2014).	Score	Q2	is	between	0	to	
1;	 the	 closer	 it	 is	 to	 score	 1,	 the	 greater	 the	model	 is.	 Furthermore,	 to	 test	 the	
mediating	 effect	 in	 the	 PLS	method,	 a	 bootstrap	 approach	was	 used	 (Hair	 et	 al.,	
2017).	
	
Characteristics	 Categories	 Frequencies	 Percentages	
Gender	 Male	 54	 26.34	
Female	 151	 73.66	






















and	 reliability	 of	 a	 construct.	 To	 evaluate	 construct	 validity,	 convergent	 validity	
and	 discriminant	 validity	 tests	 were	 used.	 The	 convergent	 validity	 of	 the	
measurement	 model	 is	 assessed	 based	 on	 the	 correlation	 between	 the	 item	
score/component	score	and	the	construct	score.	The	measurement	indicators	are	
said	to	be	high	if	the	correlation	value	exceeds	0.70	with	the	construct	measured.	
However,	 the	 loading	 value	 is	 only	 0.50	 or	 0.60,	which	 can	 be	 categorized	 to	 be	
valid	 (Chin,	 1998).	 Convergent	 validity	 also	 is	 known	 through	 the	 Average	
Variance	Extracted	 (AVE)	 value	 of	 each	 variable	which	must	 be	 greater	 than	0,6	
(Fornell	 and	 Larcker,	 1981).	 The	 results	 of	 the	 convergent	 validity	 test	 as	
presented	in	table	2	indicate	that	all	items	with	latent	variables,	namely	TFL,	OLC,	












Variables	 Indicators	 Items	 Loading	Factor	 AVE	 Conclusion	
TFL	 Idealized	Leadership	 TFL1	 0.867	 0.649	 Valid	
Inspirational	Motivation	 TFL2	 0.876	 	 Valid	
Intellectual	Stimulation	 TFL3	 0.891	 	 Valid	
Individualized	Consideration	 TFL4	 0.884	 	 Valid	
OLC	 Continuous	Learning	 OLC1	 0.746	 0.825	 Valid	
Inquary	and	Dialog	 OLC2	 0.820	 	 Valid	
Team	Learning	 OLC3	 0.835	 	 Valid	
Embedded	System	 OLC4	 0.847	 	 Valid	
Empowerment	 OLC5	 0.773	 	 Valid	
System	Connection	 OLC6	 0.842	 	 Valid	
Strategic	Leadership	 OLC7	 0.826	 	 Valid	
OJ	 Procedural	Justice	 OJ1	 0.890	 0.662	 Valid	
Interaksional	Justice	 OJ2	 0.926	 	 Valid	
OCB	 Helping	Behavior	 OCB1	 0.786	 0.773	 Valid	
Sportsmanship	 OCB2	 0.751	 	 Valid	
Organizational	Loyalty	 OCB3	 0.852	 	 Valid	
Organizational	Compliance	 OCB4	 0.832	 	 Valid	
Individual	Initiative	 OCB5	 0.859	 	 Valid	
Civic	Virtue	 OCB6	 0.809	 	 Valid	









	Variables	 TFL	 OLC	 OJ	 OCB	
TFL		 0.879	 		 		 		
OLC	 0.715	 0.813	 		 		
OJ	 0.724	 0.696	 0.908	 	







and	 Cronbach	 Alpha	 are	 exhibited	 in	 Table	 4	 which	 explains	 that	 all	 variables	
consisting	of	TFL,	OLC,	OJ	and	OCB	have	a	composite	reliability	value	of	more	than	
0.7	and	a	Cronbach	Alpha	value	of	more	than	0.6.	Thus	it	can	be	concluded	that	all	







TFL		 0.928	 0.909	 Reliabel	
OLC	 0.904	 0.789	 Reliabel	
OJ	 0.932	 0.914	 Reliabel	









explained	by	TFL	by	51.1%,	 52.4%	and	67.9%	 respectively,	while	 the	 remaining	
48.9%,	 47.6%	 and	 32.1%	 are	 the	 contributions	 of	 other	 variables	 that	 are	 not	 a	
concern	in	this	research.	
The	 results	of	Q2	 analysis	 indicate	a	value	of	0.925	or	92.5%,	which	means	
that	 the	 overall	 model	 explains	 92.5%	 of	 the	 data	 or	 in	 other	 words	 the	
contribution	 of	 TFL,	 OLC	 and	 OJ	 to	 OCB	 with	 an	 accuracy	 of	 92.5%,	 while	 the	

















The	 bootstrap	 resampling	 method	 utilizing	 500	 sub-samples	 was	 employed	 to	
interpret	 the	proposed	hypotheses	 (Hair	 et	 al.,	 2017).	Hypothesis	 testing	used	 t-
statistics,	which	calculated	all	path	coefficient	values	for	each	relationship	between	
variables,	explaining	which	relationships	had	a	significant	and	insignificant	effect.	
Figure	 1	 shows	 that	most	 of	 the	 variables	 are	 related	 to	 each	 other	 on	 the	 path	
created.	Referring	to	the	model,	seven	hypotheses	were	examined	with	criteria,	the	




proves	 a	 significant	 relationship	 to	 OJ	 (β	 =	 0.724,	 t	 =	 14.855),	 OLC	 indicates	 a	
significant	 effect	 on	 OCB	 (β	 =	 0.571,	 t	 =	 7.120),	 OCB	 also	 is	 predicted	 by	 OJ	





















































Hypotheses	 Relationship	 Path	Coefficient	(β)	 SE	 t-stats	 Decision	
1	 TLF								OCB	 0.124	 0.087	 1.424	 Not	supported	
2	 TLF								OLC	 0.715	 0.060	 11.988	 Supported	
3	 TLF								OJ	 0.724	 0.049	 14.855	 Supported	
4	 OLC									OCB	 0.571	 0.080	 7.120	 Supported	
5	 OJ										OCB	 0.201	 0.075	 2.699	 Supported	
6	 TLF						OLC						OCB	 0.408	 0.075	 5.462	 Supported	
7	 TLF								OJ							OCB	 0.146	 0.057	 2.578	 Supported	
	
The	present	study	is	designed	to	investigate	the	role	of	OLC	and	OJ	as	mediators	in	
the	 relationship	 between	 TFL	 and	 OCB,	 whereas	 very	 few	 previous	 studies	
examined	 the	 linkage	 between	 these	 four	 variables,	mainly	 among	 nurses	 in	 the	
public	 sector	 hospital.	 The	 findings	 of	 the	 present	 research	 prove	 that	 OLC	 is	 a	
consistent	 variable	 in	 promoting	 OCB	 among	 nurses	 (Islam	 et	 al.,	 2014).	 As	
previously	 mentioned,	 OLC	 refers	 to	 the	 notion	 of	 learning	 organization	 from	 a	
cultural	 perspective	 that	 is	 characterized	 by	 systemic	 learning	 process	 from	
gaining	 to	 generating	 new	 knowledge	 and	 transforming	 individual	 behaviors	 to	
increase	 their	 capacity	which	 are	 running	 continuously	 (Islam	 et	 al.,	 2016).	 This	
creates	 positive	 employee	 behavior	 since	 employees’	 behavior	 that	 goes	 beyond	
their	 job	 description	 increases	 as	 the	 organization	 fulfills	 the	 learning	 needs	
among	 them	 (Salas-Vallina	 et	 al.,	 2017;	 Saoula	 et	 al.,	 2018).	 Another	 important	
finding	from	this	study	reveals	that	OJ	is	a	strong	predictor	to	catalyze	OCB	(Lim	&	





extrarole	 behavior	 (Tziner	 &	 Sharoni,	 2014).	 In	 this	 study,	 the	 relationship	
between	OLC	and	OJ	towards	employees’	citizenship	behavior	are in	tune	with	the	
social	 exchange	 theory	 developed	 by	 Blau	 (1964)	 that	 the	 interaction	 between	
individuals	 or	 with	 leaders	 is	 seen	 as	 a	 reciprocal	 relationship,	 individuals	 will	






workers	 such	 as	 protecting	 and	 empowering	 staff	 and	 respecting	 co-workers	
which	 are	 hospital	 culture.	 Furthermore,	 helping	 behavior	 as	 a	 feature	 of	
collectivism	is	the	dominant	culture	in	Indonesia	(Hoftstede,	2001),	therefore,	TFL	
tends	 to	 play	 a	 less	 crucial	 role	 in	 fostering	 OCB.	 The	 finding	 is	 linear	 with	
Maharani	 et	 al.	 (2017);	 Arar	 and	 Nasra	 (2019),	 which	 argue	 that	 TFL	 has	 not	
significantly	implication	on	OCB.	This	finding	is	interesting	since,	according	to	Bass	
and	Bass	(2008);	Hambali	and	Idris	(2020)	TFL	has	a	large	measure	effect	to	alter	
behavior	 of	 followers	 to	 think	 not	 only	 of	 their	 personal	 interests	 but	 also	 the	
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interests	of	the	organization	and	its	team,	which	in	turn	enables	employees	to	take	









2004).	 As	 scholars	 have	 argued,	 employees	 tend	 to	 take	 part	 in	 citizenship	
behavior	more,	when	an	organization	provides	them	with	more	learning	facilities.	
This	 finding	 is	 also	 consistent	 with	 Kim	 and	 Park	 (2019)	 revealed	 that	
organizational	 learning	 could	 be	 an	 alternative	 in	 the	 relationship	 between	 TFL	
and	 the	 high	 frequency	 of	 employees	 showing	 extra-role	 behavior.	 Finally,	 OJ	
proves	 that	 it	 perfectly	 mediates	 the	 effect	 of	 TFL	 on	 OCB.	 This	 fact	 is	 also	
supported	 by	 Tran	 and	 Choi	 (2019)	 assert	 that	 leadership	 styles	 significantly	
create	 OJ,	 which	 ultimately	 encourages	 employees	 to	 do	work	 that	 goes	 beyond	
their	 duties	 and	 responsibilities	 voluntarily.	 TFL	 is	 closely	 related	 to	 OJ,	 mainly	
social	 justice	 since	 TFL	 focuses	 on	 the	 needs	 of	 employees	 to	 develop	 their	
competence	to	work	and	this	leadership	is	more	inclusive	and	responsive	(Eberlin	








OJ	 in	 the	 relationship	between	TFL	and	OCB.	Based	on	 theoretical	 and	empirical	




The	 results	 of	 the	 current	 study	 are	 expected	 to	 enrich	 academic	 knowledge,	
mainly	 in	 the	 disciplines	 of	 organizational	 behavior,	 leadership,	 and	 human	
relationships.	First,	empirically	this	study	analyzes	TFL	variables	as	predictors	of	
OCB,	although	the	direct	relationship	does	not	show	a	significant	effect	that	might	
broaden	 the	 literature	 (Maharani	 et	 al.,	 2017;	 Arar	 &	 Nasra,	 2019).	 Second,	
previous	 research	 had	 examined	 the	 direct	 relationship	 between	 TFL	 and	 OCB	
(Rodrigues	 and	 Ferreira,	 2015).	 This	 study	 employs	 the	 organizational	 culture	
variable	as	a	mediator,	which	has	a	highly	vital	role	in	the	influence	of	TFL	on	OCB	
as	well	 as	 extending	 ideas	 (Kim	&	Park,	 2019),	 since	 this	 variable	 have	 a	 strong	
correlation	with	TFL	(Imran	et	al.,	2016)	and	OCB	(Islam	et	al.,	2016;	Saoula	et	al.,	
2018).	 This	 study	 also	places	OJ	 as	 a	mediator	 between	TFL	 and	OCB	 as	well	 as	
enriching	 the	concepts	offered	(Tran	&	Choi,	2019),	most	of	 the	previous	studies	




organization	 (Nguni	 et	 al.,	 2006;	 Han	 et	 al.,	 2016).	 In	 summary,	 this	 research	
means	 that	 TFL	 to	 improve	 OCB	 entails	 making	 fair	 decisions,	 both	 procedural	
justice	 and	 interactional	 justice,	 as	 well	 as	 encouraging	 and	 strengthening	 OLC	









their	 leaders,	 then	 OCB	 increases	 (Tziner	 &	 Sharoni,	 2014;	 Lim	 and	 Loosemore,	
2017).	 Second,	 this	 study	 reveals	 that	 TFL	 is	 not	 able	 to	 directly	 encourage	
employees	to	volunteer	for	work	that	goes	beyond	what	is	required	(Maharani	et	
al.,	 2017;	 Arar	 &	 Nasra,	 2019),	 because	 employees,	 in	 the	 context	 of	 this	 study,	
have	 understood	 the	 importance	 of	 OCB	 through	 ethical	 principles	 of	 health	







As	with	most	previous	 studies,	 this	 study	has	 several	drawbacks	 that	need	 to	be	




broaden	 the	 scope	 of	 the	 study.	 Second,	 the	 process	 of	 collecting	 data	 is	 not	
optimal	since	not	all	questionnaires	can	be	distributed	directly.	It	is	because	of	the	
respondent's	 bustle	 and	 physical	 distancing	 factors	 to	 reduce	 Covid-19	
transmission	due	to	physical	contact	so	that	future	research	is	expected	to	be	able	
to	 make	 direct	 contact	 with	 respondents	 so	 that	 data	 credibility	 is	 more	
guaranteed.	 Third,	 this	 study	 is	 limited	 to	 the	 variables	 of	 TFL,	 OLC	 and	 OJ	 in	
predicting	 employees’	 OCB.	 Further	 research	 is	 suggested	 to	 employ	 other	
variables	that	influence	OCB,	such	as	servant	leadership,	trust,	and	organizational	
commitment.	Lastly,	This	 study	also	suggests	utilizing	moderating	variables	 such	






Agarwal,	 P.	 (2016).	 Redefining	 the	 organizational	 citizenship	 behaviour.	
International	Journal	of	Organizational	Analysis,	24(5),	956–984.		
Alamir,	 I.,	 Ayoubi,	 R.	 M.,	 Massoud,	 H.,	 &	 Hallak,	 L.	 Al.	 (2019).	 Transformational	
Jurnal	Pendidikan	Bisnis	dan	Manajemen,	Volume	7,	Number	2,	September	2021,	Pages	66-79	
leadership,	organizational	justice	and	organizational	outcomes:	A	study	from	





Ali,	 N.	 (2016).	 Effect	 of	 organizational	 justice	 on	 organizational	 citizenship	
behavior:	A	study	of	health	sector	of	Pakistan.	Review	of	Public	Administration	
and	Management,	4(3),	1–9.		
Arar,	 K.,	 &	 Nasra,	 M.	 A.	 (2019).	 Leadership	 style,	 occupational	 perception	 and	





behavior	 on	 job	 performance	 in	 Indian	 healthcare	 industries.	 International	
Journal	of	Productivity	and	Performance	Management,	66(6),	780–796.		
Belwalkar,	S.,	Vohra,	V.,	&	Pandey,	A.	(2018).	The	relationship	between	workplace	










Chin,	 W.	 W.	 (1998).	 The	 partial	 least	 squares	 approach	 for	 structural	 equation	
modeling.	 In	 G.	 A.	 Marcoulides	 (Ed.),	 Methodology	 for	 business	 and	
management.	Modern	methods	 for	business	 research	 (pp.	295–236).	London:	
Lawrence	Erlbaum	Associates	Publishers.	
Eberlin,	R.	 J.,	&	Tatum,	C.	B.	(2008).	Making	 just	decisions:	Organizational	 justice,	
decision	making,	and	leadership.	Management	Decision,	46(2),	310–329.		
Fornell,	 C.,	 &	 Larcker,	 D.	 F.	 (1981).	 Evaluating	 structural	 equation	 models	 with	
unobservable	 variables	 and	 measurement	 error.	 Journal	 of	 Marketing	
Research,	18(1),	39–50.	
García-Morales,	V.	J.,	Jiménez-Barrionuevo,	M.	M.,	&	Gutiérrez-Gutiérrez,	L.	(2012).	
Transformational	 leadership	 influence	 on	 organizational	 performance	
through	organizational	learning	and	innovation.	Journal	of	Business	Research,	
65(7),	1040–1050.		
Ghozali,	 I.	 (2014).	Structural	 equation	modeling:	Metode	 alternatif	 dengan	partial	
least	square	(Keempat).	Semarang:	Badan	Penerbit	Universitas	Diponegoro.	
Gibson,	 J.	 L.,	 Ivancevich,	 J.	 M.,	 Donnelly	 Jr,	 J.	 H.,	 &	 Konopaske,	 R.	 (2012).	











behavior	on	 the	performance	of	 lecturers.	 Journal	 of	Organizational	 Change	
Management,	30(7),	1136–1148.		
Hambali,	 M.,	 &	 Idris,	 I.	 (2020).	 Transformational	 Leadership,	 organizational	
culture,	 quality	 assurance,	 and	 organizational	 performance:	 Case	 study	 in	
Islamic	 Higher	 Education	 Institutions	 (IHEIS).	 Jurnal	 Aplikasi	 Manajemen,	
18(3),	572–587.		
Han,	S.	H.,	Seo,	G.,	Yoon,	S.	W.,	&	Yoon,	D.-Y.	 (2016).	Transformational	 leadership	
and	 knowledge	 sharing:	 Mediating	 roles	 of	 employee’s	 empowerment,	
commitment,	 and	 citizenship	 behaviors.	 Journal	 of	 Workplace	 Learning,	
28(3),	130–149.		
Hanif,	 M.,	 &	 Endang,	 S.	 (2018).	 The	 Influence	 of	 transformational	 leadership,	
organizational	 justice,	 trust	 and	 organizational	 commitment	 toward	
employees’	performance.	Russian	Journal	of	Agricultural	and	Socio-Economic	
Sciences,	82(10),	118–131.		
Hoftstede,	 G.	 (2001).	 Culture’s	 consequences:	 Comparing	 values,	 behaviors,	
ınstitutions	and	organizations	across	nations	(Second	Edition).	London:	SAGE	
Publications	Inc.	
Idris,	 I.,	&	Adi,	K.	R.	 (2019).	Transformational	 leadership	and	 team	performance:	
the	 role	 of	 ınnovation	 in	 ındonesia	 property	 agent	 ındustry.	 Advances	 in	
Economics,	Business	and	Management	Research,	101(Iconies	2018),	334–338.	
Idris,	Setiawan,	M.,	Susilowati,	C.,	Supriyanto,	A.	S.,	Ekowati,	V.	M.,	&	Muhammad,	F.	
(2020).	 Examining	 the	 role	 of	 political	 skill	 in	 transformational	 leadership	
and	 organizational	 performance:	 Empirical	 study	 from	 Indonesia.	 SMART	
Journal	Business	Management	Studies,	16(2),	124–132.	
Imran,	 M.	 K.,	 Ilyas,	 M.,	 Aslam,	 U.,	 &	 Ubaid-Ur-Rahman.	 (2016).	 Organizational	





Islam,	 T.,	 Khan,	 S.	 U.	 R.,	 Ahmad,	 U.	 N.	 U.,	 &	 Ahmed,	 I.	 (2014).	 Exploring	 the	






behavior:	 Organizational	 learning	 and	 interpersonal	 trust	 as	 mediators.	
International	Journal	of	Manpower,	40(7),	1347–1360.		





LKjIP.	 (2019).	 Laporan	 Kinerja	 Instansi	 Pemerintah	 (Government	 Agency	
Performance	 Reports)	 RSUD.	 dr.	 R.	 Koesma	 Kabupaten	 Tuban.	 (accessed	
August	20,	2020).	
Mackenzie,	 S.	 B.,	 Podsakoff,	 P.	 M.,	 &	 Rich,	 G.	 A.	 (2001).	 Transformational	 and	
Transactional	 Leadership	 and	 Salesperson	 Performance.	 Journal	 of	 the	
Academy	of	Marketing	Science,	29(2),	115–134.		









Nguni,	S.,	 Sleegers,	P.,	&	Denessen,	E.	 (2006).	Transformational	and	 transactional	
leadership	 effects	 on	 teachers’	 job	 satisfaction,	 organizational	 commitment,	
and	 organizational	 citizenship	 behavior	 in	 primary	 schools:	 The	 Tanzanian	
case.	School	Effectiveness	and	School	Improvement,	17(2),	145–177.		
Núñez,	 A.	 R.,	 Marquez,	 E.,	 Zayas,	 M.,	 &	 López,	 E.	 (2020).	 Relationship	 between	
organizational	 citizenship	 and	 commitment	 in	 Puerto	 Rico	 banks.	
International	Journal	of	Sociology	and	Social	Policy,	40(7–8),	643–658.		
Obedgiu,	V.,	Nkurunziza,	G.,	Simiyu,	G.,	&	Lubogoyi,	B.	 (2020).	An	 investigation	of	
key	 predictors	 of	 organizational	 citizenship	 behavior	 of	 civil	 servants:	




Paterson,	 J.	 M.,	 Green,	 A.,	 &	 Cary,	 J.	 (2002).	 The	 measurement	 of	 organizational	
justice	 in	 organizational	 change	 programmes:	 A	 reliability,	 validity	 and	
context-sensitivity	 assessment.	 Journal	 of	 Occupational	 and	 Organizational	
Psychology,	75(4),	393–408.		
Podsakoff,	 M.	 P.,	 MacKenzie,	 S.	 B.,	 Paine,	 B.	 J.,	 &	 Bachhrach,	 D.	 G.	 (2000).	
Organizational	citizenship	behaviors:	A	critical	review	of	the	theoretical	and	
empirical	 literature	 and	 suggestions	 for	 future	 research.	 Journal	 of	
Management,	26(3),	513–563.		
Podsakoff,	N.	P.,	Whiting,	S.	W.,	Podsakoff,	P.	M.,	&	Blume,	B.	D.	(2009).	Individual-	
and	 organizational-level	 consequences	 of	 organizational	 citizenship	
behaviors:	A	meta-analysis.	Journal	of	Applied	Psychology,	94(1),	122–141.		
Podsakoff,	 P.	 M.,	 Mackenzie,	 S.	 B.,	 Moorman,	 R.	 H.,	 &	 Fetter,	 R.	 (1990).	
Transformational	 leader	 behavior	 and	 their	 effects	 on	 followers’	 trust	 in	









Rodrigues,	 A.	 de	 O.,	 &	 Ferreira,	 M.	 C.	 (2015).	 The	 ımpact	 of	 transactional	 and	
transformational	 leadership	 style	 on	 organizational	 citizenship	 behaviors.	
Psico-USF,	20(3),	493–504.		
Salas-Vallina,	 A.,	 Alegre,	 J.,	 &	 Fernández,	 R.	 (2017).	 Organizational	 learning	
capability	 and	 organizational	 citizenship	 behaviour	 in	 the	 health	 sector:	
examining	 the	 role	 of	 happiness	 at	 work	 from	 a	 gender	 perspective.	
International	Journal	of	Health	Planning	and	Management,	32(2),	e137–e159.		
Sani,	A.,	Ekowati,	V.	M.,	Wekke,	 I.	S.,	&	 Idris,	 I.	 (2018).	Respective	contribution	of	
entrepreneurial	 leadership	 through	 organizational	 citizenship	 behaviour	 in	
creating	 employee’s	 performance.	 Academy	 of	 Entrepreneurship	 Journal,	
24(4),	1–11.	
Saoula,	 O.,	 Johari,	 H.,	 &	 Fareed,	 M.	 (2018).	 A	 conceptualization	 of	 the	 role	 of	
organisational	 learning	 culture	 and	 organisational	 citizenship	 behaviour	 in	
reducing	 turnover	 intention.	 Journal	 of	 Business	 and	 Retail	 Management	
Research,	12(4),	126–133.	
Schilpzand,	M.	C.,	Martins,	L.	L.,	Kirkman,	B.	L.,	Lowe,	K.	B.,	&	Chen,	Z.	X.	(2013).	The	
relationship	 between	 organizational	 justice	 and	 organizational	 citizenship	
behaviour:	 The	 role	 of	 cultural	 value	 orientations.	 Management	 and	
Organization	Review,	9(2),	345–374.		
Shahin,	A.,	Naftchali,	J.	S.,	&	Pool,	J.	K.	(2014).	Developing	a	model	for	the	influence	
of	 perceived	organizational	 climate	 on	organizational	 citizenship	behaviour	
and	organizational	performance	based	on	balanced	score	card.	International	
Journal	of	Productivity	and	Performance	Management,	63(3),	290–307.		
Somech,	 A.,	 &	 Drach-Zahavy,	 A.	 (2004).	 Exploring	 organizational	 citizenship	
behaviour	 from	 an	 organizational	 perspective:	 The	 relationship	 between	





Tepper,	 B.	 J.,	 &	 Taylor,	 E.	 C.	 (2003).	 Relationships	 among	 supervisors’	 and	
subordinates’	 procedural	 justice	 perceptions	 and	 organizational	 citizenship	
behaviors.	Academy	of	Management	Journal,	46(1),	97–105.		
Tran,	T.	B.	H.,	&	Choi,	S.	B.	(2019).	Effects	of	inclusive	leadership	on	organizational	
citizenship	 behavior:	 the	 mediating	 roles	 of	 organizational	 justice	 and	
learning	culture.	Journal	of	Pacific	Rim	Psychology,	e13(17),	1–11.	
Tziner,	A.,	&	Sharoni,	G.	(2014).	Organizational	citizenship	behavior,	organizational	
justice,	 job	 stress,	 and	 workfamily	 conflict:	 Examination	 of	 their	
interrelationships	with	 respondents	 from	a	non-Western	 culture.	 Journal	 of	
Work	and	Organizational	Psychology,	30(1),	35–42.		
	
